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FIFTEEN STRATEGIES TO AVOID SEXUAL HARASSMENT LAWSUITS
Several years ago, the U.S. Supreme Court ruled 
that sexual harassment was actionable under Title 
VII of the Civil Rights Act of 1964. The importance of 
this development is that companies may now be 
held strictly liable for the acts of their supervisors 
and employees who engage in on-the-job sexual 
harassment, even if management is not aware of the 
problem. And recently, the U.S. Supreme Court 
ruled that workers who have suffered harassment do 
not have to prove psychological damage or the 
inability to do their jobs to recover significant 
damages. This ruling makes it easier for claimants 
to win lawsuits in this area.
The Equal Employment Opportunity Commis­
sion (EEOC) has seen a dramatic increase in the 
number of harassment complaints filed nationwide 
since 1992. With the enactment of the Civil Rights 
Act of 1991, employers can now face as much as 
$300,000 in punitive and compensatory damages 
(such as for pain and suffering) in a jury trial for 
charges of sexual harassment. Previously, monetary 
damages under federal law were limited to back pay 
and other forms of equitable relief.
Sexual harassment cases are on the rise in a vari­
ety of nontraditional areas. For example, if a person 
is passed over for a promotion or denied benefits in 
favor of an individual who submitted to sexual 
advances, the passed-over person is considered to be 
a victim of sexual harassment under federal and 
state guidelines. Additionally, if a worker initially 
participates in social or sexual contact, but then 
rejects continued unwelcome advances, that con­
stitutes sexual harassment in most instances.
The harassment can come from any source, not 
just fellow employees. And claims of sexual harass­
ment are not limited to women. In one case, a jury 
awarded $195,000 in damages to a man who 
claimed his supervisor demoted him because he 
refused her sexual advances. In another case, the 
termination of a male employee for rejecting the 
advances of his male homosexual supervisor proved 
costly to a company.
Imaginative lawyers representing claimants in 
sexual harassment suits are also asserting other 
nontraditional causes of action in federal and state 
courts. These include wrongful discharge, fraud, 
intentional infliction of emotional distress for out­
rageous conduct, invasion of privacy, and assault 
and civil battery if the harassment involved 
unwanted touching. Awards from these suits often 
include large sums for mental anguish, back pay, 
reinstatement, and punitive damages by a jury. 
Insurance coverage for the defense of these charges 
may not be available. Damages incurred by employ­
ers also include hefty legal bills from lengthy 
courtroom litigation and adverse media attention.
In many states, courts are ruling that companies 
are responsible for the acts of their supervisory 
employees, regardless of whether the company 
knew about the incident. In some cases, the courts 
are ruling against companies on the basis that they 
should have known. When no prompt action is taken 
to end the harassment, employers often become 
strictly liable for the incident(s).
(continued on page 6)
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Questions for the Speaker (Hastening 
receivable turnover)
Attending AICPA private companies practice sec­
tion, management of an accounting practice, and 
small firm conferences is a great way to share infor­
mation and ideas with practitioners from around 
the country. Participants can ask questions and find 
out how others solve problems and run their prac­
tices. The following question was addressed to a 
speaker at one of the above conferences. Our edi­
torial advisors respond.
How can I hasten the turnover of receivables 
without offending clients?
James P. Luton, an Oklahoma City, Oklahoma, 
practitioner, says he has been most successful with 
collections when he delivers the bill with the work. 
He believes the personal touch lends a sense of 
urgency to the billing and collection process, ties 
the bill directly to the service the client has just 
received, lets the client know you think the amount 
is fair, and gives you an opportunity to ask for the 
payment. "Sometimes," he says, "nothing you do 
results in payment. But then," he adds, "you don't 
have to serve everybody."
W. Thomas Cooper, a Louisville, Kentucky, CPA, 
believes the use of finance charges should not be 
offensive to clients. He says point out that you are in 
business just as the client is. Mr. Cooper suggests 
using a suspended-services policy, wherein if an 
account reaches a certain age, services will no 
longer be performed. He says don't worry about 
offending clients that string out their payables, as 
they are probably not the most desirable clients for 
the firm. Mr. Cooper thinks that any client who is 
offended by your attempt to manage your business 
in a profitable manner is probably not one of your 
better clients.
Wanda L. Lorenz, who practices in Dallas, Texas, 
says, "One of the staff in our firm spends about 90 
percent of her time chasing receivables. She has a 
most pleasant personality and a 'ruthless' follow-up. 
Over time, she has scripted (with the help of our 
credit committee) ways to handle different collec­
tion problems. Clients have not been offended, and 
this system has worked well for us.”
Abram J. Serotta, an Augusta, Georgia, CPA, 
points out that chapter 203 of the AICPA Manage­
ment of an Accounting Practice Handbook gives
(continued on page 8)
New Management Consulting Services Resources
AICPA Integrated Practice System (IPS) Con­
sulting Services Manual. This 1,200 page manual 
assists practitioners in providing specific con­
sulting services involving finance, operations, infor­
mation technology, litigation support services, 
business valuations, planning, organization, and 
human resources. It also discusses the consulting 
process, engagement planning and management, 
and relevant standards. The 8½" x 11" loose-leaf 
format of the manual allows practitioners to easily 
adapt the sample checklists, questionnaires, and 
forms for their own purposes. Product no. 055016, 
cost, $150 ($120 for AICPA MCS section members).
Assisting Clients in Controlling Costs and 
Expenses. This practice aid provides practitioners 
with guidance in recognizing opportunities for cost 
and expense control engagements and in promoting 
the benefits of these engagements to current and 
prospective clients. It outlines a methodology for 
analyzing costs and expenses and developing rec­
ommendations to control them, and suggests ways 
to communicate those recommendations to clients. 
The practice aid includes illustrative forms, check­
lists, and case studies that describe how practi­
tioners apply the methodology to clients in various 
industries. Product no. 055149, cost, $14. □
To purchase items, call the AICPA, (800) 862-4272 (department no. 1), or order via FAX, (800) 362-5066.
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Highlights of Recent Pronouncements
FASB Statements of Financial 
Accounting Standards
No. 117 (June 1993), Financial Statements of Not-for- 
Profit Organizations
□ Amends FASB Statement no. 95, Statement of 
Cash Flows.
□ Establishes standards for general-purpose 
external financial statements provided by a 
not-for-profit organization.
□ Requires:
1) That those financial statements provide cer­
tain basic information that focuses on the 
entity as a whole and meets the common 
needs of external users of those statements;
2) That all not-for-profit organizations provide 
a statement of financial position, a statement 
of activities, and a statement of cash flows;
3) Reporting amounts for the organization's 
total assets, liabilities, and net assets in a 
statement of financial position; reporting 
the change in an organizations net assets in 
a statement of activities; and reporting the 
change in its cash and cash equivalents in a 
statement of cash flows;
4) Classification of an organization's net assets 
and its revenues, expenses, gains, and losses 
based on the existence or absence of donor- 
imposed restrictions;
5) That the amounts for each of three classes of 
net assets—permanently restricted, tem­
porarily restricted, and unrestricted—be 
displayed in a statement of financial posi­
tion and that the amounts of change in each 
of those classes of net assets be displayed in a 
statement of activities;
6) That voluntary health and welfare organiza­
tions provide a statement of functional 
expenses that reports expenses by both func­
tional and natural classifications.
□ Effective for annual financial statements 
issued for fiscal years beginning after Decem­
ber 15, 1994. Effective for organizations with 
less than $5 million in total assets and less than 
$1 million in annual expenses for fiscal years 
beginning after December 15, 1995. Earlier 
application is encouraged.
GASB Statements of the Governmental 
Accounting Standards Board
No. 23 (December 1993), Accounting and Financial 
Reporting for Refundings of Debt Reported by Proprie­
tary Activities
□ Supersedes paragraphs 13 and 14 of National 
Council on Governmental Accounting (NCGA) 
Interpretation 9, Certain Fund Classifications 
and Balance Sheet Accounts, as amended by 
GASB Statement no. 7, Advance Refundings 
Resulting in Defeasance of Debt.
□ Establishes standards of accounting and finan­
cial reporting for current refundings and 
advance refundings resulting in defeasance of 
debt reported by proprietary activities — that 
is, proprietary funds and other governmental 
entities that use proprietary fund accounting.
□ Requires, for current refundings and advance 
refundings resulting in defeasance of debt 
reported by proprietary activities, that the dif­
ference between the acquisition price and the 
net carrying amount of the old debt be deferred 
and amortized as a component of interest 
expense in a systematic and rational manner 
over the remaining life of the old debt or the life 
of the new debt, whichever is shorter.
□ Makes the disclosures required by paragraphs 
11 through 13 of GASB Statement no. 7 
applicable to current refundings reported by 
proprietary activities.
□ Effective for financial statements issued for 
periods beginning after June 15, 1994. Earlier 
application is encouraged.
No. 22 (December 1993), Accounting for Taxpayer- 
Assessed Tax Revenues in Governmental Funds
□ Amends:
1) Paragraph 67 of NCGA Statement 1, Govern­
mental Accounting and Financial Reporting 
Principles;
2) The AICPA's 1974 Industry Audit Guide 
Audits of State and Local Governmental 
Units;
3) Statement of Position (SOP) 75-3, Accrual of 
Revenues and Expenditures by State and Local 
Governmental Units.
□ Requires revenue from taxpayer-assessed 
taxes, such as sales and income taxes, net of 
estimated refunds, to be recognized in govern­
mental funds in the accounting period in which 
they become susceptible to accrual — that is, 
when they become both measurable and avail­
able to finance expenditures of the fiscal 
period.
□ Applies to all state and local governmental 
entities that report using governmental funds.
□ Effective for financial statements for periods 
beginning after June 15, 1994. Earlier applica­
tion is encouraged.
No. 21 (October 1993), Accounting for Escheat 
Property
□ Supersedes NCGA Interpretation 9, Certain 
Fund Classifications and Balance Sheet 
Accounts, paragraph 11.
Practicing CPA, February 1994
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□ Changes the manner in which governmental 
entities should report the escheat property that 
will be reclaimed and paid to claimants.
□ Establishes standards for the fund type to be 
used to report escheat property and for report­
ing liabilities and interfund transfers relating 
to escheat property.
□ Applies to all state and local governmental 
entities.
□ Requires escheat property generally to be 
reported in either an expendable trust fund or 
the fund to which the property ultimately 
escheats.
□ Effective for financial statements for periods 
beginning after June 15, 1994. Earlier applica­
tion is encouraged.
No. 20 (September 1993), Accounting and Financial 
Reporting for Proprietary Funds and Other Govern­
mental Entities That Use Proprietary Fund Accounting
□ Amends NCGA Statement 1, Governmental 
Accounting and Financial Reporting Principles.
□ Provides interim guidance on business-type 
accounting and financial reporting for proprie­
tary activities, pending further GASB research 
that is expected to lead to the issuance of one or 
more pronouncements on the accounting and 
financial reporting model for proprietary 
activities.
□ Effective for financial statements for periods 
beginning after December 15, 1993. Earlier 
application is encouraged.
No. 19 (September 1993), Governmental College and 
University Omnibus Statement
□ Amends GASB Statement nos.:
1) 10, Accounting and Financial Reporting for 
Risk Financing and Related Insurance Issues;
2) 15, Governmental College and University 
Accounting and Financial Reporting Models.
□ Provides guidance on the appropriate fund 
group classification for Pell grants and on risk 
financing activities reported in a single fund by 
governmental colleges and universities that 
follow the AICPA College Guide model, as 
described in Statement no. 15.
□ Requires governmental colleges and univer­
sities that follow the AICPA College Guide 
model to report Pell grants in a restricted cur­
rent fund.
□ Requires that if a single fund is used to account 
for risk financing activities, that fund should be 
reported as an unrestricted current fund.
□ For Pell grants, this Statement is effective for 
financial statements for periods beginning 
after June 15, 1993. For risk financing 
activities, this Statement is effective for finan­
cial statements for periods beginning after
June 15, 1994. Earlier application is 
encouraged.
Statement of Position
No. 93-6 (November 1993), Employers’ Accounting 
for Employee Stock Ownership Plans
□ Supersedes SOP 76-3, Accounting Practices for 
Certain Employee Stock Ownership Plans, and 
affects certain FASB Emerging Issues Task 
Force consensuses.
□ Provides guidance on employers' accounting 
for employee stock ownership plans (ESOPs).
□ Applies to all employers with ESOPs, both 
leveraged and nonleveraged.
□ Brings about significant changes in the way 
employers report transactions with leveraged 
ESOPs.
□ Contains guidance for nonleveraged ESOPs.
□ Addresses issues concerning pension reversion 
ESOPs, ESOPs that hold convertible preferred 
stock, and terminations, as well as issues 
related to accounting for income taxes.
□ Contains disclosure requirements for all 
employers with ESOPs, including those that 
account for ESOP shares under the grand­
fathering provisions.
□ Effective for fiscal years beginning after 
December 15, 1993. Earlier application is 
permitted.
Statement on Standards for 
Attestation Engagements
No. 3 (December 1993), Compliance Attestation
□ Provides guidance for engagements related to 
managements written assertion about either:
1) An entity’s compliance with requirements of 
specified laws, regulations, rules, contracts, 
or grants or;
2) The effectiveness of an entity’s internal con­
trol structure over compliance with spec­
ified requirements.
□ Effective for engagements in which manage­
ment’s assertion is as of, or for a period ending, 
June 15, 1994, or thereafter. Earlier application 
is encouraged.
□ EXCEPTION: Effective for engagements to per­
form agreed-upon procedures to test a finan­
cial institution’s compliance with specified 
safety and soundness laws in accordance with 
the Federal Deposit Insurance Corporation 
Improvement Act of 1991, this Statement 
should be implemented when management’s 
assertion is as of, or for a period ending, Decem­
ber 31, 1993, or thereafter.
Practicing CPA, February 1994
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Your Voice in Washington
AICPA’s pension disclosure recommendations 
included in President’s pension reform bill
The expanded disclosure of information about 
workers’ pension plans that the American Institute 
of Certified Public Accountants called for in April 
1993 is a focus of the Clinton Administrations pen­
sion reform package (see Practicing CPA, July 1993).
The Clinton Administrations Retirement Protec­
tion Act of 1993, H.R. 3396 and S. 1780, would 
require an explanation to workers and retirees in 
plain language about their plan’s funding and the 
limits on the Pension Benefit Guarantee Corpora­
tion’s (PBGC) guarantee. The AICPA recommen­
dations called for an annual report that was more 
easily understood on the funding status of the pen­
sion plan, as well as information about what work­
ers could expect from the PBGC in the event their 
plan should fail.
In addition to broadening participant disclosure 
rules, the Presidents package would strengthen 
funding rules for underfunded plans, enhance the 
enforcement authority of the PBGC, and increase 
premiums for underfunded plans that pose the 
greatest risk.
Congress continued its examination of the finan­
cial condition of America’s pension plans on October 
4, 1993, with a hearing by the House Ways and 
Means Subcommittee on Oversight, which is 
chaired by Rep. J.J. Pickle (D-TX).
AICPA representatives stressed to Rep. Pickle in a 
private meeting on October 6, 1993, that the dis­
closure requirements in the Administrations pack­
age should go farther and should be applied to all 
pension plans, not just those that are underfunded. 
(The Administration's bill would not affect fully 
funded pension plans.)
Rep. Pickle complimented the AICPA on its efforts 
and said the Oversight Committee has heard from 
many groups about the importance of supplying 
more information to workers about the funding sta­
tus of their pension plans.
The AICPA followed up on the meeting with Rep. 
Pickle by sending a letter to Rep. Gerald D. Kleczka 
(D-WI), a member of the Oversight Subcommittee 
and a key player in the pension reform movement in 
Congress, on December 21, 1993. The letter makes 
recommendations for strengthening the disclosure 
provisions in H.R. 3396.
Clearly, the AICPA's endeavors to require pension 
plans to provide more information to workers are 
having an impact. The Institute will continue its 
pension disclosure campaign as Congress moves for­
ward with pension reform. □
Ethics Update: Performing Payroll 
Services for Attest Clients
The AICPA Code of Professional Conduct specifically 
addresses performing payroll services for attest cli­
ents. Firms that fail to comply with the Code could 
receive a modified or adverse report on their next 
review and, if a complaint is filed, be the subject of 
an ethics investigation.
Interpretation 101-3 under Rule 101 — Indepen­
dence, clearly states:
"The member must not assume the role of 
employee or of management. For example, the 
member shall not consummate transactions, 
have custody of assets, or exercise authority on 
behalf of the client.”
Additionally, firms are prohibited from having 
custody or use of the clients signature plate or 
stamp. Rulings 3 and 4 under Rule 101 of the Code 
address payroll preparation services that would 
cause independence to be impaired.
Firms can perform certain payroll services as long 
as they conform to the independence standards. For 
example, a firm can prepare the clients payroll 
without impairing independence if
□ The client prepares the source documents.
□ The firm does not make changes to this basic 
data without the clients concurrence.
□ The firm can neither control the client's funds 
nor sign the clients checks.
Many firms perform this type of service for a cli­
ent's executive payroll. The firm prepares the 
payroll and then submits it to the chairman or presi­
dent for review and signing of the checks. This type 
of service is in compliance with AICPA professional 
standards and would not impair independence.
If, however, the firm signed the payroll checks on 
behalf of the chairman or president, independence 
would be impaired, and the firm would be pre­
cluded from performing audits, reviews, or other 
attest services for this client. (The firm could per­
form compilation services in such a case, but the 
report must disclose a lack of independence with 
respect to the client.)
Prior to performing payroll or other services for 
attest clients, firms should ensure that such services 
would not impair independence under the AICPA’s 
Code of Professional Conduct. In addition, if the 
client is subject to regulation by another body, such 
as the SEC or HUD, their standards should be con­
sidered, too, because they may differ from those of 
the Institute.
For guidance, consult Rule 101, its interpretations 
and rulings contained in AICPA Professional Stan­
dards, or call the professional ethics division with 
specific questions, (201) 938-3187. □
Practicing CPA, February 1994
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Sexual Harassment Lawsuits
(continued from page 1)
Definition of sexual harassment
Unwelcome sexual advances, requests for sexual 
favors, and verbal or physical conduct of a sexual 
nature all constitute sexual harassment when
□ The person must submit to such activity in 
order to be hired.
□ The person's consent or refusal is used in mak­
ing an employment decision (for example, to 
offer a raise or promotion).
□ Such conduct unreasonably interferes with the 
person's work performance or creates an intim­
idating or hostile working environment.
Defining what constitutes sexual harassment 
depends on the facts of each particular case. In 
instances when employees of either sex are proposi­
tioned for sexual favors in order to receive a promotion 
or raise (these are referred to as “quid pro quo" cases), 
the issue may be clear cut. In other situations, such as 
the “hostile, intimidating work environment" case, the 
issue is less clear. Typically, to establish a prima facie 
case, the employee must prove that (1) he or she was 
subjected to unwelcome sexual conduct; (2) the 
unwelcome sexual conduct was based on his or her 
gender; (3) the unwelcome sexual conduct was suffi­
ciently pervasive or severe to alter the terms or condi­
tions of the employees employment and create an 
abusive or hostile working environment; and (4) the 
employer knew or should have known of the harass­
ment and failed to take prompt and remedial action.
Courts have ruled the following to constitute sex­
ual harassment with respect to hostile, intimidating 
work environment cases:
□ Extremely vulgar and sexually related epi­
thets, jokes, or crusty language, provided the 
language is not isolated and is continuously 
stated to the complainant.
□ Sexually suggestive comments about an 
employees attire or body.
□ Sexually degrading words describing an 
employee.
□ Repeated touching of the employees anatomy, 
provided the touching is unsolicited and 
unwelcome.
□ Showing lewd photographs or objects of a sex­
ual nature to employees at the workplace.
□ Requiring females to wear revealing uniforms 
and suffer sexual comments from non-em­
ployee passersby.
□ Offensive, repeated requests for dates, even if 
made to the complainant after work.
□ Continued advances of a sexual nature which 
the employee rejects, even after the parties 
break off a consensual sexual relationship.
Practicing CPA, February 1994
Protecting a firm from sexual harassment claims
How your firm investigates and acts on complaints 
can determine whether it will end up in court and 
incur substantial damages.
In one recent case, for example, after a company 
investigated a sexual harassment charge and found 
that it had merit, the employer did nothing further 
but warn the supervisor. When the supervisor con­
tinued his unlawful conduct (by showing lewd pic­
tures to the complainant), the female worker quit 
her job and filed a complaint with the EEOC. She 
was awarded $48,000 when the court ruled that the 
company had failed to act on its investigation.
EEOC guidelines specify preventive affirmative 
steps which may create immunity from liability for 
employers. In determining whether an employer is 
liable, some courts look to see if a comprehensive 
policy against sexual harassment was in place at the 
time the incident(s) occurred and whether the 
employer acted promptly and properly.
Basically, a prevention program — the best device 
for eliminating sexual harassment — should include 
a comprehensive written policy advising workers 
about the dangers of sexual harassment and that 
sexual harassment may result from conduct by co­
workers as well as supervisors. Also, employees 
need to be advised that not all complaints must be 
addressed to the employees supervisor, especially 
when the supervisor is responsible for the harass­
ment. Following is a set of rules and strategies to 
assist your firm in this area.
Issue a specific policy in work rules, firm man­
uals, and employment agreements defining sexual 
harassment and prohibiting it in the workplace. 
Any policy on harassment (sexual or otherwise) on 
the job should not only state the firm's position, but 
procedures to follow, should an employee feel he/she 
is a victim of such harassment.
Periodic reminders in policy manuals, journals, 
and letters to employees may not only clearly define 
what constitutes sexual harassment, but state that 
any related action will not be tolerated and could 
lead to immediate discipline, including discharge. 
Additionally, employees should be notified reg­
ularly that anyone experiencing or observing such 
treatment is required to report this to management 
immediately, and that all communications will be 
held in strict confidence with no direct or indirect 
reprisals to the informant and/or complainant.
Educate supervisors as to what constitutes sexual 
harassment and ways to handle any problems that 
may arise. Management must be trained to address 
itself promptly and properly to all complaints in an 
objective and responsive fashion.
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Develop an internal complaint procedure that 
directs employees to “seek out” a neutral manager.
Create, through employee education, an at­
mosphere that encourages complainants to come 
forward if they have been harassed.
Take speedy action to investigate and resolve 
complaints. Employees should be reminded that all 
complaints will be promptly and confidentially 
investigated. Supervisors and management should 
be instructed to investigate all charges, no matter 
how slight. The investigation would include what 
exactly was said or done that constituted sexual 
harassment, the circumstances under which the 
event occurred, where it happened, the name of the 
party who allegedly caused the harassment, and 
names of any witnesses.
All the details of the incident(s) must be docu­
mented, including how the complainant acted, 
whether the incident was isolated or part of a series, 
and whether the complainant has spoken to anyone 
else about the incident.
Train supervisors to remain unbiased. Instruct 
the supervisor never to reach any conclusion until 
he/she has gathered all the evidence. A manager 
investigating harassment charges should treat the 
incident as an accusation with serious con­
sequences. Harassment charges must never be dis­
missed without full investigation. The firms policy 
and the investigation must recognize that either sex 
can be guilty of harassing and that harassment can 
be heterosexual or homosexual.
Since written materials may end up in court, be 
accurate with any notes written during the inves­
tigation. Take notes during interviews, but don’t 
prepare a formal report which draws a conclusion. 
In fact, it may be better to brief supervisors orally. If 
multiple incidents are reported, investigate and 
prepare a detailed, factual chronology of each.
When interviewing witnesses, conduct the inter­
view to ensure privacy, such as in a room without 
windows, so non-essential company personnel will 
not see or hear what is going on. Phrase questions so 
you do not disclose any information you have 
already learned. Merely ask the person to report 
what he/she saw or heard. Avoid asking for opinions.
Make all decisions in an objective manner. Weigh 
all the evidence to determine the truth. Do not 
assume either party is right. Avoid making defin­
itive statements or conclusions about what 
occurred. In the initial investigation, stick to rele­
vant facts only — not either party’s family or sex life. 
Investigate the employment history of all parties 
involved. Does the accused person have a history of 
similar acts? Is there a reason why the complainant 
might have fabricated the story?
Determine (1) whether the alleged act(s) really 
happened and, if so, (2) whether they legally con­
stitute sexual harassment. Be sure you can docu­
ment your decision with concrete evidence. Draft a 
written report for the file; consult with and have the 
report reviewed by upper management before a 
final decision is made. Do not disparage the 
accused’s character, job performance, or family life, 
as this can contribute to a finding of libel or slander, 
should the accused sue for defamation.
Be consistent in the decision. Determine the 
appropriate disciplinary action to be imposed. To 
avoid charges of race, age, or sex discrimination, be 
sure that whatever action is taken is consistent with 
previous related forms of discipline. Consider trans­
ferring the complainant or the accused to a different 
department, especially if one of the parties has 
already agreed to move. If a transfer seems the 
appropriate solution, offer it but do not force the 
complainant to transfer since that might be inter­
preted as illegal retaliatory action for making the 
complaint.
Implement a course of action immediately after 
your firm is notified of a problem. Never treat com­
plaints lightly, particularly those in writing.
Seek legal advice. If you receive a written com­
plaint, it is a good idea to consult with a labor 
lawyer, because in addition to obtaining practical 
advice on how to properly investigate and act on the 
charge, the lawyer may assist you in drafting a writ­
ten response. If a charge is then filed with your 
state's Human Rights Commission or the EEOC, the 
document can serve as a first step in demonstrating 
that an adequate, timely response was taken.
Keep all investigations strictly confidential. 
Impress the need for confidentiality on all involved. 
Never use actual case information in training.
Remind all employees periodically that any per­
son who violates company policy concerning 
harassment will be subject to disciplinary action 
and possible discharge. This can go a long way 
toward reducing harassment within your firm. All 
employers must take adequate steps so that no 
harassment, even if it is not sexual in nature, occurs 
within the firm. □
— by Steven Mitchell Sack, Esq.
Editor’s note: Mr. Sack, who maintains a law practice 
in New York City devoted primarily to labor manage­
ment problems, is the author of The Hiring & Firing 
Book: A Complete Legal Guide for Employers, from 
which the above comments are excerpted. To purchase 
the 390-page book, which contains sample forms, 
employment agreements, releases, and checklists (dis­
count cost to AICPA members, $133), call (800) 
255-2665 or send a check to Legal Strategies, Inc., 
1795 Harvard Avenue, Merrick, New York 11566.
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extensive coverage to billing and collection tech­
niques. Mr. Serotta says CPAs should manage their 
practices the same way they would advise clients to 
run their businesses, relative to the collection of 
accounts receivable. They would recommend
□ The timely delivery of billings, usually with the 
completion and delivery of the service.
□ Obtaining an agreement to the firm’s collection 
policy when accepting the client engagement.
□ Sending timely reminder statements.
□ Direct partner contact with the client to find 
out if there are any problems with the service.
Serotta, Maddocks & Evans takes the above steps 
but still has clients who are slow to pay their bills. 
But instead of waiting four or five months before 
any payment, and then having to spread full pay­
ment over a period of several months, Mr. Serotta 
says the firm now anticipates slow-paying clients. 
"We ask for partial payment on delivery of services 
and negotiate four or five monthly payments of the 
balance. We will work with clients who try to pay us 
when experiencing economic difficulties, but not 
those who make no effort.” □
The PCPS Conference: For Those 
Who Ride the Crest of Change
The Private Companies Practice Section National 
Conference, which will be held on May 1-4 at the 
Sheraton Bal Harbour Resort near Ft. Lauderdale, 
Florida, will offer partners opportunities to learn 
how to successfully meet the many challenges and 
changes facing CPA firms today.
Attendees can meet with CPA firm association 
representatives to discuss their member benefits, 
including access to foreign firms; attend a special 
reception to discuss issues of interest to minority 
CPAs; and participate in sessions dealing with the 
challenges brought by downsizing and new develop­
ments in the areas of tax, technical issues, ADR 
strategies, and practice management. Perhaps best 
of all for participants is the ease with which ideas 
can be exchanged. Spouses and guests will enjoy the 
social and sporting events.
You can end your spring break with yet another 
way to ride the crest of change — an optional sail to 
the Caribbean on a luxury cruise ship.
Group and early-bird (until March 1) discounts 
are available and credit cards are accepted. For 
more information, call (800) CPA-FIRM. □
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